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ABSTRACT 
This study examined a sociology career planning seminar's impact on students' 
perceptions of barriers to career planning, career decision-making difficulties and career 
decision self-efficacy during the fall 2010 semester. Students enrolled in the career 
seminar were placed into the treatment group, while students enrolled in a sophomore 
sociology course were placed in the control group. The Perceptions ofBarriers Scale­
Modified Version (Luzzo & McWhirter, 2001), the Career Decision-Making Difficulties 
Questionnaire (Gati, Krausz & Osipow, 1996) and the Career Decision Self-Efficacy. 
Scale - Short Form (Betz, Klein, & Taylor, 1996) were used to determine the impact of 
the course. Paired sample t-tests were utilized to determine significant changes between 
the pre-test and post-test for both the treatment and control groups. Independent sample t­
tests were utilized to compare the treatment and control group at the post-test. A 
significant difference was found between the treatment and control group at post-test 
proving the seminar lowered students' perceptions ofcareer barriers. No significance 
was determined between the treatment and control group when career decision-making 
difficulties were analyzed. Lastly, no significance was found when comparing the 
treatment and control groups' career decision self-efficacy. 
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CHAPTER I 
Introduction 
Not surprisingly given the poor economic climate, the main reason many students 
pursue college is to secure a meaningful career after graduation. Green and Hill (2003) 
had students rank their top reasons for attending college, and ''to improve career 
opportunities" (p. 561) was listed in the top five reasons. Unfortunately, the process of 
discovering which career to pursue is challenging at best, and mysterious in many cases. 
As Thomas and McDaniel (2004) stated, ''undergraduate departments have expressed 
concern that many majors are unprepared for both the job search and the graduate school 
application process" (p. 22). Given this reality, students are likely to "make less than 
optimal career and academic choices, which can have significant implications for their 
future" (Fouad, Cotter, & Kantamneni, 2009, p. 338). 
Undergraduate departments expressed concern regarding students' 
unpreparedness. College students were experiencing anxiety due to the lack of accurate 
career information and the fact that many careers are disappearing or changing during 
their four years of study. According to Yang & Gysbers (2007), college students' 
perceptions concerning the lack of career information and resources available to them had 
a strong correlation with higher levels of anxiety. Counseling centers were also seeing 
"[an increase] in students struggling with career and vocational counseling" (Benton et aI, 
2003, p. 71). Lastly, undergraduates in the first two years of college were feeling uneasy 
about career decisions and the lack ofproper career information. Career services were 
becoming more popular among college students, with many schools seeing significant 
increases in first-year student appointments (Matheson, 2010). 
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While these students were experiencing an increase in challenges with career 
decisions, the departments who were charged with advising students were possibly 
unprepared to assist them with the transition to life after graduation. Career counseling 
and career services departments were available on most college campuses to assist 
students with career development. Even with the benefits and popular usage of these 
student affairs sponsored career services, universities realized that not all students take 
advantage of them (F ouad, 2006 et al.), and therefore encouraged academic departments 
to provide additional support. To further assist students with career decision-making, 
some college and universities began creating interdisciplinary career seminars. These 
seminars served to make students aware of the changing career landscape, more clearly 
defme career options for a particular major and enhance the process of securing a career 
post graduation including the possibility of further education. 
Purpose of Present Study 
Research has shown a positive correlation between career planning seminars and 
students' ability to make career-related decisions (Fouad, Cotter, & Kantamneni, 2009; 
Macera & Cohen, 2006; Thomas & McDaniel, 2004). With this positive correlation and 
the fact that many departments on college campuses have created career seminars specific 
to majors, the present study focused on a sociology department at a mid-sized, 
Midwestern rural university that created a sociology career planning seminar. The 
seminar was first offered during the fall 2009 semester but its impact on students' 
perceptions of barriers to career planning, career decision-making difficulties, and career 
decision self-efficacy had not been studied. 
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Research Questions & Hypothesis 
The focus of the first research question was if the sociology career planning 
seminar impacts students' perceptions ofbarriers with career planning. Prior research 
showed that students who have taken a career planning seminar have indicated fewer 
perceived career barriers (Luzzo, 1996). Perceived career barriers are defined as "barriers 
an individual believes currently exist or may be encountered in the future [when 
considering careers]" (Albert & Luzzo, 1999, p. 431). Racial and gender discrimination, 
family influences, and financial concerns are examples ofperceived career barriers. 
Therefore, the first hypothesis was that after taking a career planning seminar, students 
will have fewer barriers preventing them from making a well-informed career decision. 
Besides lowering barriers, this study focused on whether the seminar influences 
students' career decision-making difficulties. Career decision-making difficulties are 
obstacles preventing people from making career decisions. Career decision-making 
difficulties are defined as ''the various possible difficulties the individual may face during 
the process of career decision-making" (Gati, Krausz, & Osipow, 1996, p. 511). Being 
afraid of failure, not having the proper career information and feeling like a career will 
solve personal problems are examples of career decision-making difficulties. Research 
showed that the majority of students' career decision difficulties decrease after a career 
seminar (Fouad, et al., 2009). The second hypothesis then was that the seminar also 
lowers decision-making difficulties. 
Lastly, the current study determined the impact of the career seminar on students' 
career decision self-efficacy. Self-efficacy is defmed as "our beliefs in our capabilities to 
successfully perform a given behavior or class ofbehaviors" (Betz, Klein, & Taylor, 
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1996, p. 47). Self-efficacy can be based on a variety ofitems, including ability to search 
for information online, determine one's ideal job, and network individuals already in 
one's desired field. Studies showed that career decision self-efficacy improved after 
having taken a seminar (Thomas & McDaniel, 2004). The fmal hypothesis states the 
seminar will enhance self-efficacy among students. 
Significance of the Present Study 
While many career seminars have been evaluated, limited research focused on 
sociology majors. Therefore, to determine ifother sociology departments should create a 
career planning seminar, the impact ofsuch a seminar needed to be examined. Also, 
since this seminar was recently developed, the impact on students must be determined to 
decide if the seminar will be continued in the future. If found to have an impact on 
students career decision self-efficacy, lowering perceptions ofbarriers and lowering 
career decision-making difficulties, seminars sinlilar to this one, within sociology and 
within other departments, should be encouraged. 
Limitations 
Several limitations exist in this type of study. First, the use of self-administered 
surveys introduced the possibility of response bias (McMillan & Schumacher, 2006). 
The survey examined students' personal beliefs and attitudes about career decision­
making difficulty, barriers, and self-efficacy. Participants could respond to survey 
questions with answers that they think the researcher wants. However, the researcher 
assumed that respondents reported honestly and were unbiased with their answers due to 
the perceived low-risk nature of the survey items. 
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Secondly, the study focused on career attitudes of students at a mid-sized, 
Midwestern rural university. The rural nature of the school limits the ability to generalize 
the results to larger urban settings where access to career options may be more readily 
available. 
Third, the present research was done during the time of economic turmoil and 
stress. Students have been exposed to media messages suggesting economic times equal 
to the Great Depression. This exposure might indicate biased feelings among the 
respondents that career options have become too minimal. The students may prematurely 
rule out careers before researching the career duties and requirements or may have lost 
hope ofever finding a meaningful career. 
Defmition of Terms 
Career Barriers - "barriers an individual believes currently exist or may be encountered 
in the future [when considering careers]" (Albert & Luzzo, 1999, p. 431); 
examples include: discrimination based on gender, lack of a network, and low 
grade point average. 
Career Decision-Making Difficulty -''the various possible difficulties the individual may 
face during the process of career decision-making" (Gati, Krausz, & Osipow, 
1996, p. 511); examples include: being afraid of failure, not having the proper 
career information, and feeling like a career will solve personal problems. 
Career Development - ''the total constellation ofpsychological, sociological, educational, 
physical, economic, and chance factors that combine to influence the nature and 
significance of work in the total lifespan of any given individual" (National 
Career Development Association, 2003, p. 2). 
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Career Planning Seminars - "courses that aim to assist students in selecting their majors; 
determining their interests, skills, and abilities; and increasing their competencies 
related to the mechanics of the job-search process" (Raphael, 2005, p. 34) . 
• 
Career Services Departments - offices, often located on college campuses, which assist 
students with preparing for future careers; services include deciding a major, 
resume development, career counseling, and internship searches. 
Self-Efficacy - "people's judgments oftheir capabilities to organize and execute 
seminars of action required to attain designated types ofperformances" (Bandura, 
1986, p. 391); examples include: the ability to search for information online, 
determine one's ideal job, and network individuals already in one's desired field. 
Summary 
By taking a career planning seminar dedicated to identifying career options and 
the effective tools to use during the process, sociology majors had a new opportunity to 
increase their confidence and decrease their difficulties and barriers in transitioning from 
a student into a professional. Students should further develop professionally within 
sociology by gaining the knowledge of careers within the field and knowledge of 
graduate school opportunities after having taken the seminar. However, the question 
remains: does the career planning seminar increase self-efficacy, decrease career 
decision-making difficulties and decrease students' perceptions of career barriers? By 
exploring the stated hypotheses, the current research project will further clarify the 
answer. 
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CHAPTER II 
Review of Literature 
The present literature review focused on career services departments, career 
decision-making dilemmas, history and usage of career planning seminars, outcomes of 
career planning seminars and outcomes ofdiscipline specific career planning seminars. 
Career Services Departments 
In the last thirty years, career services departments on college campuses have 
undergone major transfonnations (McGrath, 2002). In the early 1920s, career services 
served as placement centers in institutions that focused on teaching (Dey & Real, 2009). ­
The main focus was assisting in students' job searches, and the departments served as a 
place for seniors to develop a credential file, to sign up for interviews and to review job 
vacancy listings. During the 1970s, the job market became more competitive creating an 
environment where the employee supply exceeded the employment demand (2009). The 
high supply ofpotential employees meant career services departments needed to shift 
from focusing on the job search to focusing on skill development. Since the 1970s, the 
departments have become "a more visible and vital part of student affairs on college 
campuses" (McGrath, 2002, p. 69). Departments now offer extensive career counseling, 
resume development, internship experiences, campus interviews, and job placement. 
Nagle and Bohavich (2000) studied the most frequently sought after services at 
career services departments during December 1999 and January 2000 (n=1574). Career 
counseling was the most common service provided (93.1 %) followed by occupational 
and employer infonnation library (91.8%), placement ofgraduates in full-time 
employment (90.8%), and campus interviewing (88.1 %). Career services departments 
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also saw an increase in cooperative education, internship and experiential education in 
the last twenty-five years from 26 percent in 1975 to 78.3 percent in 2000. In the 
beginning of the history of career services departments, creating credential files was the 
most popular service requested (79%). In 2000, that percentage decreased to 52.8%. 
Fouad et aL (2006) studied whether students had a need for career services 
departments, if they knew about career services, and if they had used career services' 
events and counseling in the past. Researchers analyzed 694 students' responses on 
career difficulties after the respondents completed the Career Decision-Making 
Difficulties Questionnaire (CDDQ) and the Career Search Self-Efficacy Scale (CSES). 
Questions related to demographics, awareness and use of services, psychological distress, 
and career difficulties. To determine awareness and usage, a 3-point Likert scale was 
given for each type ofservice offered, such as one-on-one counseling, career fairs, career 
departments' web site, career workshops, and job postings. 
Participants "indicated significantly more concerns with career decisions than the 
comparison group on the Readiness Scale, t (891) = 116.96,p < .001; lack of 
information, t (891) = 54.36,p < .001; and inconsistent information t (891) = 58.11,p 
<.001" (2006, p. 414). Many students stated a lack of readiness and preparedness to 
make a career decision. They showed a need for career guidance and counseling. 
Overall, students were aware of career services; however, they were more aware of other 
services on campus, such as health services. "Half of the students were aware of 
individual career counseling, and more than two thirds were aware of the career fair heIdi 
on campus twice a year and job postings" (p. 414-415). Even though students showed a 
need for career help, many students did not utilize the services offered. Job and 
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internship postings were the most common services utilized with 91 students using this 
tool. Many students felt comfortable using the career services department (64%), but they 
did not seek assistance. 
Dey and Real (2009) researched current and future trends of career services 
departments on college campuses. Of the 56 respondents, 92% of the departments were 
centralized, meaning the department serves the entire campus instead of only a selection 
of the available degrees. In the study, 76% of departments experienced an increase in 
student usage ofcareer services and 100% had an increase in online resources/tools on 
center's websites in the past 10 years. A decrease was shown with on-campus recruitment 
(52%). With this decrease in on-campus recruitment, Dey and Real predict a decrease in 
career fairs offered and an increase in virtual career counseling. These current trends also 
predict a future trend of social networking, blogs, video interviewing and virtual fairs 
having a significant role in career counseling and career services departments. 
Career Decision-Making Dilemmas 
College students face many dilemmas when attempting to make career decisions. 
Students in higher education face a variety ofcareer-related dilemmas, including self­
perceived barriers and misconceptions of career requirements. Luzzo (1996) researched 
188 undergraduate participants to determine how self-perceived career barriers impacted 
students' career decisions. Barrier categories include family-related issues, study skills, 
ethnic discrimination, gender discrimination, financial, and age discrimination (Luzzo, 
1996, p. 243). The results showed a significant negative relationship between future 
career barriers and career decision-making confidence (p < .05). In other words, students 
who felt they would face more barriers in the future had lower confidence in their career 
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decision-making. These students felt they did not have the confidence to make career­
related decisions. While some students felt less confident in decision-making because of 
future barriers, not all students felt this way. A significant relationship between past 
career barriers and career decision-making confidence was not found (p < .05). 
Luzzo and McWhirter (2001) researched differences in career-related barriers in 
men and women and different ethnicities and how these barriers impact career 
development. Participants in the study included 168 women and 118 men (n =286) 
enrolled in a new student orientation seminar. Ethnically, the make-up of the students 
was as follows, "254-European Americans (89%), 21 African Americans (7%), 7 Native 
Americans (2%), 3 Asian Americans (1 %), and 1 Hispanic American «1%)" (p. 62). 
Each student was given three questionnaires on demographic information, perceived 
barriers, and coping with barriers. The fmdings show that for career barriers, women felt 
they had significantly greater barriers than men (p <.05). However, for sex differences in 
educational barriers, no significance was found (p < .656). Women expect to experience 
"negative comments (e.g. insults or rude jokes) about their sex, to experience 
discrimination because of their sex, and to have a harder time getting hired than people of 
the opposite sex" (p. 65). Both men and women felt concerns regarding family-related 
barriers, such as time off for child's sickness and childcare. Regarding ethnic differences 
in perception ofbarriers, ethnic minority students expect to be discriminated against 
based on ethnic/racial background. Ethnic minorities also fear barriers in relation to 
childcare concerns and fmancial worries more than the European Americans. 
Barriers may not be societal, they may be beliefs students do not even realize are 
incorrect. Nauta (2000) researched psychology majors' perceptions of graduate school 
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admission criteria. Participants included 140 psychology majors or minors enrolled in 
the senior seminar. Students stated the median starting salaries within the psychology 
field with bachelor's, master's and doctoral degrees. After graduating with a bachelor's 
degree, students thought the starting salary for positions is $26,606. The starting salary is 
actually $20,000, meaning students overestimated the salary. For starting salaries with a 
master's degree, students estimated the starting salary would be $41,197, but starting 
salaries are really $28,000. Again, the starting salaries are overestimated. Besides 
ranking starting salaries, students ranked the length of years of schooling required for a 
master's degree and a doctoral degree. Students' perceptions were fairly accurate when 
deciding the length of graduate programs (2.8 years v. 2-4 years) and doctoral degrees 
(4.67 v. 4-7 years). Misconceptions of starting salaries and length ofyears in school 
serve as a dilemma when students are making career decisions. 
Amundson, Borgen, Iaquinta, Butterfield, and Koert (2010) studied career 
decisions facing 17 participants. They interviewed participants to determine their 
experiences ofmaking career decisions and what issues might influence career decisions. 
The main themes of the student responses were decisions centered on relational life, 
decisions centered on personal meaning and decisions centered on economic realities. 
Within the relational life theme, a prominent subtheme of connectedness was reported. 
Ninety-four percent of respondents described the importance of connectedness with 
family, friends and colleagues in their career decisions. Related to relational life, 41 % of 
respondents stated the importance ofrelationships with roles models as an aid in the 
career decision-making process. Under the theme of decisions centered on personal 
meaning, many participants (88%) described meaningful engagement within and outside 
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their work as a factor in decision-making. Fifty-three percent ofparticipants felt moving 
toward a new identity was an influence of their decision-making. For the decisions 
centered on economic realities theme, 53% ofparticipants described the tension between 
needs and desires was a significant aspect in their career decision-making. Lastly, 41 % of 
participants were nervous about the uncertainty of the job market, and this uncertainty 
impacted their career decision-making. Overall, Amundson et al, 2010 found that many 
factors in life are impacting career decision-making. 
History & Usage of Career Planning Seminars 
While career services departments have a high usage rate and offer students with 
important resources, students are not always using the resources available to them. To 
increase the career development services available to students, career planning seminars 
were created. Career planning seminars were first introduced in higher education in the 
1910s (Maverick, 1926). Folson and Reardon (2003) studied 46 career seminars offered 
since the 1920s. In the beginning, few career seminars existed, but the ones offered were 
in a variety of departments and in both two-year and four-year institutions. Hoppock 
(1932) found 18 college career seminars during the 1930s, and these seminars were 
offered at a variety of institutions and in a variety ofdisciplines. Even though career 
seminars have been in existence since the 1910s, they gained popularity in higher 
education in the 1960s with 33 institutions offering seminars for full academic credit 
(Carter & Hoppock, 1961). In a 1975 study, Ripley found seminars with over 100 
students enrolled were significantly better than those seminars with fewer students. The 
researcher indicated that the larger seminars resulted in the maximum use ofcareer 
development staff, greater student interaction, and the ability to reach more students. 
13EFFECTIVENESS OF A CAREER PLANNING SEMINAR 
Although introduced at the turn of the 20th century, there has not been a 
monolithic consensus about its content. Over time career seminars have been developed 
in a variety ofways and today's they are quite varied (Folsom & Reardon, 2003). Some 
are offered for credit, while others are not. Some seminars are graded by pass or fail, 
while others give letter grades. Some schools offer seminars when students are freshmen; 
other departments offer seminars specific to students in their major (typically junior or 
senior year). According to a recent study, Green, Allbritten and Park (2008) found that 
87% of studied universities offered career planning seminars (n=219). 
A recent development in career planning seminars is to have the classes 
completely online (Brinthaupt, 2010). Faculty at Middle Tennessee State University 
noticed their career planning seminar, which was designed for fust and second year 
students, was being taken by mostly juniors and seniors. To combat this discretion, the 
psychology department developed an online career seminar. The online course consisted 
of 13 modules ofnarrated PowerPoints over seven weeks. Different topics include: an 
introduction to the major, videotaped guest speakers specialized in different fields within 
the major, information on preparing a resume, preparing for graduate school and research 
preparation. Students were required to have semester-long discussions with other 
students on the topics previously listed as well as conduct self-tests. 
Career Planning Seminar Outcomes 
Previous research has found general career planning seminars and discipline 
specific seminars to be effective. Reed et al. (2001) conducted research on a career 
planning seminar at a southern university during the 1997-1998 school year to decide 
how a career seminar changed the career thinking of students enrolled. They also 
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researched if student sex and ethnicity impacted career thinking and decision-making, if 
changes occurred between the beginning and end of the seminar, and if career decision­
making confusion, commitment anxiety, and external conflict changed during the time of 
enrollment. Participants included 181 undergraduate students, with 126 women and 55 
men. Reed et al. conducted pretest and posttest research by distributing the Career 
Thoughts Inventory (CTI) at the beginning. middle, and end of the seminar to determine 
the students' degree ofnegative career thinking. This study found a significant reduction 
of dysfunctional thinking (p < .001) after students took the career seminar. A positive 
correlation between a career seminar and cognitive thoughts of students was found. 
Reese and Miller (2006) studied whether two career development courses helped 
raise career decision-making self-efficacy and lower career decision difficulties. Reese 
and Miller distributed the Career Decision Self-Efficacy Scale and the Career Decisions 
Difficulties Questionnaire to 96 undergraduate students enrolled in one of three sections 
ofa career development course (n=30) (treatment) or in one of two sections of an 
introductory psychology course (n=66) (control). Overall, a statistically significant 
increase in self-efficacy and a statistically significant decrease in difficulties was found 
after taking the course (p=.001). Reese and Miller found that "a course-based career 
intervention is an effective medium for improving the perceived career decision-making 
self-efficacy ofuniversity students" (p. 262). 
To determine the effectiveness of a career seminar, Fouad, Cotter, and 
Kantamneni (2009) distributed the Perceptions of Barriers Scale, the Career Decision 
Self-Efficacy Scale-Short Form, and the Career Decision-Making Difficulties 
Questionnaire to seventy-three students enrolled in a semester-long course. Fouad, et al. 
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found that after students took a general career planning seminar, their career decision­
making difficulties decreased, their career decision-making self-efficacy increased and 
perceptions ofbarriers in career planning did not have a significant change (p < .001). 
To increase career decision-making and decision-making self-efficacy, the course offered 
numerous assignments focused on conducting informational interviews and creating a 
resume. By doing these tasks, students felt more confident in their ability to make career­
related decisions. 
While much research has been conducted on juniors and seniors, little has been 
done to determine the career thinking of first year students after having taken a career 
seminar. Osborn, Howard, and Leirer (2007) researched if students' gender, race, 
ethnicity are linked to career thoughts, ifdysfunctional career thoughts change after 
taking a six-week seminar, and ifcareer thought related to commitment anxiety 
commitment anxiety, decision-making commitment, and external conflict change after 
the six-week seminar. One hundred and fifty-eight freshmen enrolled in a Freshman 
Summer Institute program made up the participant group. The career seminar was taught 
by lecture, interactive group activities, reflective homework exercises, and reading 
assignments. The seminar was designed to arrange negative thoughts in a positive 
manner, understand the work force, apply understood career theories, identify individual 
interests, assess career interest, relate interests to academic majors, and to create a 
customized action plan. 
The Career Thoughts Inventory (CTI) was distributed at the beginning and end of 
the six week seminar (Osborn, et al., 2007). Along with the cn, students were given an 
instrument to score commitment anxiety, external conflict, and decision-making 
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confusion. A high score related to greater dysfunctional career thinking. No significant 
interaction was reported between race/ethnicity and gender. Students' dysfunctional 
career thinking decreased significantly after having taken the seminar (p < .0005). 
Likewise, they had fewer negative thoughts relating to career planning and thinking about 
their future career. 
Grier-Reed and Skaar (2010) conducted a study to determine a relationship 
between career decision self-efficacy and career indecision after taking a constructivist 
career course. Eighty-two participants enrolled in the career course were given the Career 
Decision Self-Efficacy Scale-Short Form and the Career Decision Scale at the beginning 
and end of the semester. The researchers found a negative relationship between career 
decision self-efficacy and indecision. Also, a significant negative correlation between 
career decision self-efficacy and indecision was reported (p<.01). Overall, the study 
found participants felt more empowered and had higher self-efficacy after the course but 
did not decrease levels of career indecision. 
Discipline Specific Career Planning Seminars 
Discipline specific seminars also have a positive impact on students' career 
decision self-efficacy, career decision-making difficulties, and minimizing career 
barriers. While little research has been conducted on sociology seminars, much has been 
done on evaluating the effectiveness ofpsychology career seminars. Thomas and 
McDaniel's (2004) conducted a study during the 1997-1998 academic school year to 
determine the effect ofa psychology career seminar on meeting the seminars objectives. 
The objectives of the seminar are to "increase students' (a) knowledge about various 
career options for psychology majors; (b) confidence in their abilities to make appropriate 
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career decisions based on their interests, values and skills; and (c) movement toward the 
achievement of their vocational identities" (p. 22). One hundred and sixty-five 
psychology majors completed three questionnaires designed by the researcher focusing 
on one of the three objectives. Students responded prior to the seminar beginning and 
after the ending of the seminar. Based on the fmdings, students gained confidence, 
knowledge, and motivation to move toward their vocational identities. Results were 
significantly higher (p < .01) on the post-seminar test than on the pre-seminar test. 
Thomas and McDaniel (2004) replicated the 1997-1998 study during both 
semesters of the 2001 calendar year to a more recent career seminar. Seventy-two 
psychology majors participated in the study by completing two questionnaires, once 
before the seminar and once after the seminar. The questionnaires were Psychology 
Majors Career Infonnation Quiz (PMCIQ) and the Career Exploration and Decidedness 
Inventory (CEDI). After taking the course, results indicated an increase in the actual 
knowledge of careers. Common misconceptions psychology majors had prior to taking 
the course were eliminated. Besides this finding, the findings of the second study were 
nearly identical to the first study. The seminar met its goals in both the first and second 
study. 
Green, McCord, and Westbrooks (2005) researched 129 participants' educational 
aspirations to detennine if students were adequately prepared for future careers. The 
study focused on preparedness prior to taking a career seminar and after taking the 
seminar. Students' responses were compared to the amount of education required for 
certain careers based on the Occupational Outlook Handbook 2002-3 produced by the 
United States Department of Labor. The research found that most students significantly 
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overestimated the education required for future careers (p < .01). Psychology majors in 
particular overestimated educational requirements more than non-majors. After having 
taken the class, students had a more accurate perception of the education required for 
their intended career. 
Macera and Cohen (2006) examined the positive influence that taking a career 
seminar had on students in making future career decisions. After researching 154 
participants to determine the effectiveness of a career planning seminar in psychology, 
students felt the class was worth taking. Participants were given a survey at the 
beginning of the semester to establish students' career interests and plans. They were 
given the same survey and a seminar evaluation sheet at the end of the semester. After the 
seminar, 20% of students enrolled felt more confident about their future career plans. The 
number ofundecided majors enrolled in the seminar also dropped after the class was 
completed. The career psychology seminar was rated moderately high in value, and most 
students felt the class should be continued in future semesters. The top rated lectures in 
the class were the ones pertaining to graduate school, since 105 students planned on 
attending graduate school directly after finishing their undergraduate degree. 
Brinthaupt (2010) found positive results from participants who were enrolled in 
an online career seminar within psychology. Seventy-one undergraduate students 
enrolled in one of three online sections were asked to answer nineteen questions 
evaluating the online seminar. Participants rated questions using a 5-point Likert scale 
and completed open-ended questions assessing the course. The fmdings showed that 
participants had positive attitudes for the course, learned more than they expected and 
would recommend the course to other students. 
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Summary 
In this chapter, literature reviewed described the history and current usage of 
career services departments, career decision-making dilemmas students encounter, 
history and usage of career planning seminars, outcomes ofcareer planning seminars and 
outcomes ofdiscipline specific career planning seminars. The current study sought to 
understand the effect ofa sociology career planning seminar on students' career decision­
making dilemmas. 
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CHAPTER III 
Methodology 
The purpose ofcurrent study was to investigate the impact of a career planning 
seminar on different aspects ofcareer planning. The present chapter includes the study 
design, participants, site, instruments, data collection and treatment of data. 
Design 
The current study focused on the impact ofa career planning seminar on students' 
perceptions ofbarriers to career planning, career decision-making difficulties and career 
decision self-efficacy during the fall 2010 semester. The seminar was implemented in 
fall 2009 as a one-credit, semester long seminar graded by pass/fail. Originally two 
sections of the seminar were planned. However, after further review, one section was 
deemed sufficient by the department. Students meet once a week to cover topics such as, 
professional opportunities in an array ofareas, opportunities beyond professionalism, 
graduate school and resumes. The majority of this class consists of in-class discussion, 
with the exception of a final and a resume. Students enrolled in this seminar range from 
second semester freshmen to second semester seniors. 
This study utilized quantitative research methodology. According to Gay, Mills 
and Airasian (2006), quantitative research "is the collection and analysis of numerical 
data in order to explain, predict, and/or control phenomena of interest" (p. 9). 
Quantitative methodology allows the researcher to approach a topic from an unbiased 
position in order to better control the collection of "statistically meaningful data" (p. 9). 
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Participants 
Participants in the current study were selected based on enrollment in the 
sociology career planning seminar (treatment group) or in a sociology sophomore level 
course (control group). All participants were provided with an informed consent prior to 
distributing the survey instruments. The entire sample consisted of 118 participants. 
Twelve participants' responses were eliminated from the control group results due to 
their prior enrollment in the seminar course during an earlier semester. After checking 
validity following directions given in the CDDQ, the final sample consisted of 49 
participants enrolled in the seminar (treatment group) and 27 participants in the control 
group (n=76). The control group (n=27) had an age range of 19-49, with the most 
common being 20 (n=10). The class breakdown included: 4 sophomores (14.8%), 17 
juniors (63.0%) and 6 seniors (22.2%). The self-reported ethnic breakdown for the 
control group included: 23 Caucasian/Non-Hispanic (85.2%), 1 Asian (3.7%) and 3 
African AmericanJNon-Hispanic (11.1 %). By gender, the control group participants 
consisted of 15 females (55.6%) and 12 males (44.4%). Majors indicted in the control 
group included: 13 sociology majors (48.1 %), 7 psychology majors (25.9%), 3 history 
majors (11.1 %),2 social science majors (7.4%), 1 African American studies major 
(3.7%) and 1 business education major (3.7%). 
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Table 1 
Control Group Demographic Frequencies 
Age n 
19 3 
20 10 
21 5 
22 4 
23 1 
27 1 
29 1 
38 1 
49 1 
Ethnicity n 
Caucasian/Non-Hispanic 23 
AsianlPacific Islander 1 
African American! Non-
Hispanic 3 
Year in School n 
Sophomore 4 
Junior 17 
Senior 6 
Sex n 
Female 15 
Male 12 
Major n 
Sociology 13 
Psychology 7 
History 3 
Social Science 2 
African American Studies 1 
Business Education 1 
Percent 
11.1 
18.5 
14.8 
3.7 
3.7 
3.7 
3.7 
3.7 
3.7 
Percent 
85.2 
3.7 
11.1 
Percent 
14.8 
63.0 
22.2 
Percent 
55.6 
44.4 
Percent 
48.1 
25.9 
11.1 
7.4 
3.7 
3.7 
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The treatment group was comprised of49 students currently enrolled in the 
seminar. Ages ofparticipants in the treatment group ranged from 18 - 31, with 20 being 
the most common age (n=15). All classes were represented in the treatment group with 
22 being juniors (44.9%), 13 seniors (26.5%), 13 sophomores (26.5%) and 1 freshman 
(2.0%). The self-reported ethnic breakdown of the treatment group included: 37 
Caucasian/Non-Hispanic (75.5%), 8 African American/Non-Hispanic (16.3%),3 
Hispanic (6.1 %) and 1 Brazilian (2.0%). By gender, participants in the treatment group 
consisted of29 females (59.2%) and 20 males (40.8%). The majority ofparticipants in 
the treatment group were sociology majors (n = 48,98%). One student was an 
accounting major (2%). 
Table 2 
Treatment Group Demographic Frequencies 
Age n Percent 
18 1 2.0 
19 11 22.4 
20 15 30.6 
21 13 26.5 
22 5 10.2 
23 2 4.1 
24 1 2.0 
31 1 2.0 
Ethnicity n Percent 
Caucasian lNon-Hispanic 37 75.5 
Hispanic/Latino 3 6.1 
African American! Non-
Hispanic 8 16.3 
Brazilian 1 2.0 
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Year in School n Percent 
Freshman 1 2.0 
Sophomore 13 26.5 
Junior 22 44.9 
Senior 13 26.5 
Sex n Percent 
Female 29 59.2 
Male 20 40.8 
Major n Percent 
Sociology 48 98.0 
Accounting 1 2.0 
Site 
The research for this project was conducted at a mid-sized, public Midwestern 
rural university. Student enrollment at the university during the fall 2010 semester was 
11,630 students, which includes 9,970 undergraduate and 1,660 graduate students. The 
specific breakdown ofundergraduates includes 2,262 freshmen, 1,908 sophomores, 2,551 
juniors 3,249 seniors. As of2009, 2,036 people were employed at the university as 
administration, other professionals, civil service, and faculty. Ofthose 2,036 employees, 
21 were administration, 295 were other professionals, 928 were civil service, and 792 
were faculty members. The Sociology-Anthropology Department has 300 majors. The 
department has 14 faculty members. 12 sociologists and 2 anthropologists. The rural. 
surrounding community has a population of21,710 residents. 
Instruments 
The Perceptions ofBarriers Scale - Modified Version (POB-MV). The POB-MV 
(Luzzo & McWhirter, 2001) is a 32-item measurement designed to determine self­
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perceived career related and educational barriers. This instrument is comprised of two 
subscales: Educational Barriers (21 items) and Career-Related Barriers. The Educational 
Barriers subscale is comprised of questions that must be completed with the statement 
" ... currently a barrier to my educational aspirations." An example of a statement reads, 
"Childcare concerns are .... currently a barrier to my educational aspirations." The 
Career-Related Barriers subscale consists with beginning statements with "In my future 
career, I will probably ...." An example ofa career-related barrier states, "In my future 
career, 1 will probably ... experience negative comments about my racial/ethnic 
background (such as insults or rude jokes)." Students respond to all 32-items using a five­
point Likert scale ranging from A =Strongly Agree to E = Strongly Disagree. Fouad, et 
al. (2009) reported the items to be highly correlated for the total scale (.92) and the 
subscales (Career Related, .91 and Educational Barriers, .90). Sample items in the 
instrument include, "In my future career, I will probably, have a harder time getting hired 
than people ofother racial/ethnic backgrounds", "Not knowing how to study well is 
currently a barrier to my educational aspirations", and "My desire to have children is 
currently a barrier to my educational aspirations". 
Career DeciSion-Making Difficulties Questionnaire (CDDQ). The CDDQ (Gati, Krausz, 
& Osipow, 1996) is a 35-item measurement that determines any difficulties students may 
have when it comes to decision-making. This instrument is comprised ofthree subscales: 
readiness, lack of information about, and difficulties related to inconsistent information. 
Sample statements include, "Work is not the most important thing in one's life and 
therefore the issues of choosing a career doesn't worry me much", "it is usually difficult 
for me to make decisions", "1 always do what I am told to do, even if it goes against my 
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own will", and "I fInd it difficult to make a career decision because there are 
contradictions between the recommendations made by different people who are important 
to me about the career that suits me or about what career characteristics should guide my 
decisions". The fInal statement is, "Finally, how would you rate the degree of your 
difficulty in making a career decision?"Students respond to 35 items by ranking 
statements on a 9-point Likert scale, with one equaling does not describe me and nine 
equaling describes me well. Students are fIrst asked, ''to what extent are you confIdent of 
your choice" and are required to answer using a 9-point scale with one being not 
confIdent at all and nine being very confIdent. Lancaster et al. (1999) found the cronbach 
alpha of the CDDQ to be .96. 
Career Decision Self-Efficacy Scale - Short Form (CDSE-SF). The eDSE-SF (Betz, 
Klein, & Taylor, 1996) is a 25-item questionnaire focusing on students' perceptions of 
their self-efficacy in career decisions. In other words, the questionnaire determines how 
capable ofmaking career decisions students feel they are. The short form has fIve 5-item 
scales, totaling 25-items. The fIve item scales consist of self-appraisal, gathering 
occupational information, selecting career goals, making future plans, and problem 
solving. All statements begin with, "How much confIdence do you have that you 
could..." Sample statements include, "use the internet to fmd information about 
occupations that interest you", ''talk with a person already employed in a field that you 
are interested in", and "prepare a good resume." For each item, participants rank their 
confidence in doing a certain task by using a Likert scale ranging from no confIdence at 
all (1) to complete confIdence (5). Total scores can range from 25 to 125. Sample tasks 
include: use the internet to fmd information about occupations that interest you, 
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accurately assess your abilities, change majors if you did not like your first choice, and 
fmd information about graduate or professional schools. Betz, Klein, and Taylor (1996) 
determined that the CDSE-SF's coefficient alpha scale of .94 was nearly as high as the 
CDSE long form's coefficient alpha of .97 (p. 50). Validity correlations on the short form 
are as high if not higher than the long form. Based on Betz, Klein, and Taylor's findings, 
the short form is as effective as the long form in determining career decision self­
efficacy. 
Data Collection 
Participants were administered four questionnaires: a demographics questionnaire, 
POB, CDDQ and eDSE-SF. The questionnaires were distributed twice by the principle 
investigator during the fall 201 0 semester, during the second and thirteenth week of 
classes. Participants took, on average, twenty minutes to complete all four questionnaires. 
The questionnaires were then separated by whether the participant was currently emolled 
in the sociology career planning seminar (treatment group), had already completed the 
seminar (removed), have not taken the seminar or plan on taking the course in the future 
(control group). 
Treatment of Data 
The researcher utilized Statistical Package for Social Sciences (SPSS) version 
17.0 to calculate the results of the three instruments. The following statistical procedures 
were employed in the analysis. Data were analyzed using frequency tables, paired sample 
t-tests and independent sample t-tests. A paired sample t-test was utilized to determine 
whether the means of each groups' pre-test and post-test significantly differed. The 
paired sample t-test was completed on each instrument and for every scale. A t-test for 
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independent samples was utilized to compare whether the means ofeach group were 
significantly different during post-testing. The independent sample t-test was used on 
each instrument and every scale. In the current study, statistical significance was 
determined using a Type I error rate of .10. 
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CHAPTER IV 
Results 
An analysis of data collected during the Fall 2010 semester in two different 
sophomore level sociology courses are reported below in terms ofwhether a sociology 
career planning seminar had an impact on the number ofperceived career barriers 
students reported, on the number ofcareer decision-making difficulties students reported 
and the impact on students' career decision self-efficacy. 
Research Question 1: What impact did a sociology career planning seminar have on 
students' perceptions of barriers with career planning? 
The first research question focused on whether the sociology career planning 
seminar impacted students' perceptions ofbarriers with career planning. The first 
hypothesis was that after taking a career planning seminar, students will have fewer 
barriers preventing them from making a well-informed career decision. Students' 
perceptions ofbarriers with career planning were determined using the Perceptions of 
Barriers Scale - Modified Version (Luzzo & McWhirter, 2001). Results from both 
subscales, education barriers and career-related barriers, are reported along with a total 
score for the instrument. 
Within group comparison. 
Three paired-sample t-tests were analyzed on both subscales and the overall POB 
scale for the control group (Table 3). On the career-related subscale, the control group 
experienced no statistically significant change between the pre-test (M = 41.15, SD = 
6.43) and post-test (M = 41.44, SD = 7.27,p = .796). The control group did not 
experience a significant statistical decrease on the educational barriers subscale between 
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the pre-test (M =87.52, SD = 13.36) and the post-test (M = 87.56, SD = 14.32,p = .986). 

On the entire POB scale, the pre-test (M = 128.67, SD = 17.43) and the post-test (M = 

129.00, SD = 18.48,p = .91) did not have a statistically significant change for the control 

group. 

Table 3 

POB Within Group Comparison/or the Control Group 
SCALE/ Pre-Test Post-Test Pre-Test Post-Test 
SUB SCALE Mean Mean St. Deviation St. Deviation t df Significance 
Perceptions of Barriers Scale (POB) 
Career-Related 
Barriers Subscale 41.15 41.44 6.43 7.27 -0.261 26 0.796 
Educational 
Barriers Subscale 87.52 87.56 13.36 14.32 -0.017 26 0.987 
Total POB 
Note: ** p <.10 
128.67 129.00 17.43 18.48 -0.114 26 0.910 
For the treatment group, 3 paired-samples t-tests were calculated to determine 
whether a statistically significant change existed with participants taking the course 
(Table 4). During the career-related barriers subscale, the treatment group (M = 38.55, 
SD = 9.17; M = 37.18, SD = 8.68,p = .679) had no statistical significant change. For 
the educational barriers subscale, the treatment group (M = 83.24, SD = 12.61; M = 
83.96, SD = 12.67,p = .153) did not have a significant change. Overall, the analysis 
indicated that there was not a significant statistical difference from the pre-test (M = 
121.80, SD = 18.25) to the post-test (M = 121.14, SD =18.17,p = .768) in relation to 
decreased perceptions of barriers for the treatment group. 
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Table 4 
POB Within Group Comparison for the Treatment Group 
SCALE! Pre-Test Post-Test Pre-Test Post-Test 
SUB SCALE Mean Mean St. Deviation st. Deviation t df Significance 
Perceptions ofBarriers Scale (POB) 
Career-Related 
Barriers Subscale 38.55 37.18 9.17 8.68 -0.417 48 0.679 
Educational 
Barriers Subscale 83.24 83.96 12.61 12.67 1.454 48 0.153 
TotalPOB 121.80 121.14 18.25 18.17 0.297 48 0.768 
Note: ** p < .10 
Between group comparison. 
An independent-samples t-test was calculated to detennine equal starting points at 
the pre-test between the treatment group (M= 121.80, SD = 18.25) and the control group 
(M= 128.67, SD = 17.43,p = .115) (Table 5). The groups' scores were not statistically 
different at the beginning of the semester. A second independent-samples t-test was 
analyzed comparing mean differences between the control group and treatment group 
within the subscales and POB scale during the post-test (Table 6). Within the career-
related barriers scale, the treatment group (M = 37.18, SD = 8.68) and the control group 
(M = 41.44, SD = 7.27) were statistically significantly different (p = .034). This rmding 
means that the course lowered perceptions ofbarriers related to participants' future 
career-related barriers. Within the educational barriers subscale, the treatment group (M 
= 83.96, SD = 12.67) and the control group (M = 12.67, SD = 14.32) were not 
statistically significantly different (p = .262). Lastly, the treatment group (M = 121.14, 
SD =18.17) and the control group (M =129.00, SD = 18.48) analysis detennined a 
statistically significant change between the groups (p =.077). Thus, the first hypothesis 
was supported, indicating that students who have taken a career planning seminar have 
fewer perceptions of career barriers. 
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Table 5 
POB Between Group Comparison Pre-Test 
SCALE/ Treatment Control Treatment Control 
SUB SCALE Mean Mean St. Deviation St. Deviation t df Significance 
Perceptions ofBarriers Scale (POB) 
Career-Related 
Barriers Subscale 
Educational 
Barriers Subscale 
38.55 
83.24 
41.15 
87.51 
9.17 
12.61 
6.43 
13.36 
-1.304 
-1.385 
74 
74 
0.196 
0.17 
Total POB 
Note: ** p <.10 
121.80 128.67 18.25 17.43 -1.596 74 0.115 
Table 6 
POB Between Group Comparison Post-Test 
SCALE! Treatment Control Treatment Control 
SUB SCALE Mean Mean St. Deviation St. Deviation t df Sig!!;ificance 
Perceptions ofBarriers Scale (POB) 
Career-Related 
Barriers Subscale 37.18 41.44 8.68 7.27 -2.164 74 0.034** 
Educational 
Barriers Subscale 83.96 87.56 12.67 14.32 -1.131 74 0.262 
TotalPOB 121.14 129 18.17 18.48 -1.793 74 0.077** 
Note: ** p <.10 
Research Question 2: What influence did the sociology career planning seminar 
have on students' career decision-making difficulties? 
The second research question focused on whether taking the seminar influences 
students' career decision-making difficulties. The second hypothesis was that the 
seminar lowers decision-making difficulties. Career decision-making difficulties were 
measured using the Career Decision-Making Difficulties Questionnaire (Gati, Krausz, & 
Osipow, 1996). Results from the three subscales, readiness, lack of information about and 
difficulties related to inconsistent information, and scores for the total instrument were 
measured. 
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Within group comparison. 
Four paired-samples t-tests were analyzed to determine significant differences 
within the control group pre-test and post-test (Table 7). The first t-test conducted was 
for the readiness subscale, and no significant difference occurred between the pre-test (M 
= 3.83, SD = .92) and post-test (M = 4.07, SD = 1.02,p =.174). On the lack of 
information subscale, the pre-test (M = 3.36, SD = 2.05) and post-test (M = 3.01, SD = 
1.85, p = .394) scores were not statistically different. Within the difficulties related to 
inconsistent information subscale, the pre-test (M = 3.32, SD = 1.4) and the post-test (M 
= 2.86, SD = 1.71) were statistically significantly different (p =.08). This finding 
suggests that even without taking a career planning course, control group participants 
experienced a decrease in career decision-making difficulties. 
Table 7 
CDDQ Within Group Comparison/or the Control Group 
SCALEI Pre-Test Post-Test Pre-Test Post-Test 
SUBSCALE Mean Mean st. Deviation St. Deviation t df Significance 
Career Decision Difficulties Questionnaire (CDDQ) 
Readiness 
Subscale 3.83 4.07 0.92 1.02 -1.398 26 0.174 
Lack of 
information 
Subscale 3.36 3.01 2.05 1.85 0.867 26 0.394 
Difficulties 
Related to 
Inconsistent 
Information 
Subscale 3.32 2.86 1.4 1.71 1.819 26 0.080** 
TotalCDDQ 3.51 3.28 1.37 1.44 0.856 26 0.4 
Note: ** p <.10 
Four additional paired-samples t-tests were computed for the treatment group 
(Table 8). The t-test for the readiness subscale indicated no significant difference 
between the pre-test (M = 4.06, SD = .99) and post-test (M = 3.97, SD = 1.02,p =.541). 
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The lack of informational subscale also showed no significant difference between the 
treatment group's pre-test (M = 3.69, SD = 1.9) and post-test (M = 3.71, SD = 1.71,p = 
.907). In the difficulties related to inconsistent information subscale, the pre-test (M = 
3.48, SD = 1.36) and post-test (M = 3.22, SD = 1.52, P = .167) determined no significant 
difference. Lastly, t-test for the total CDDQ had no significant changes between pre-test 
(M = 3.76, SD = 1.26) and post-test (M = 3.64, SD = 1.26,p = .472) 
Table 8 
CDDQ Within Group Comparison/or the Treatment Group 
SCALE/ Pre-Test Post-Test Pre-Test Post-Test 
SUBSCALE Mean Mean St Deviation St. Deviation t df Significance 
Career Decision Difficulties Questionnaire (CDDQ) 
Readiness 
Subscale 4.06 3.97 0.99 1.02 0.615 48 0.541 
Lack of 
information 
Subscale 3.69 3.71 1.9 1.71 -0.118 48 0.907 
Difficulties 
Related to 
Inconsistent 
Information 
Subscale 3.48 3.22 1.36 1.52 1.405 48 0.167 
TotalCDDQ 3.76 3.64 1.26 1.26 0.725 48 0.472 
Note: ** p <.10 
Between group comparison. 
An independent-samples t-test was analyzed to determine if a significant 
difference existed between the treatment and control group before treatment had been 
given (Table 9). The treatment group (M = 3.76, SD = 1.26) and the control group (M = 
3.51, SD = 1.37) were not significantly different at the pre-test (p = .426). A second 
independent-samples t-test was computed determining significant differences in the 
subscales and main scale between groups post-test (Table 10). The readiness scale 
showed no significant difference between the treatment group (M = 3.97, SD =1.02) and 
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control group eM = 4.07, SD = 1.02,p = .674). The lack ofinfonnation subscale 
determined no difference between the treatment group (M =3.71, SD = 1.71) and control 
group (M = 3.01, SD = 1.85,p = .1 02). For the difficulties related to inconsistent 
information subscale, the treatment group (M = 3.22, SD = 1.52) and control group (M = 
2.86, SD = 1.71) had no significant difference (p = .343). Lastly, the t-test computed for 
the overall CDDQ scores determined no statistically significant differences between the 
treatment group (M = 3.64, SD = 1.26) and control group (M = 3.28, SD = 1.44) at post-
test (p = .265). Therefore, the second hypothesis that students will have fewer career 
decision-making difficulties after taking a career planning seminar is not supported. 
Table 9 
CDDQ Between Group Comparison Pre-Test 
SCALE/ Treatment Control Treatment Control 
SUBSCALE Mean Mean St. Deviation St. Deviation t df Significance 
Career Decision Difficulties Questionnaire (CDDQ) 
Readiness 
Subscale 4.06 3.82 1 0.93 0.978 74 0.331 
Lack of 
information 
Subscale 3.69 3.36 1.9 2.04 0.693 74 0.49 
Difficulties 
Related to 
Inconsistent 
Information 
Subscale 3.48 3.32 1.36 1.4 0.471 74 0.639 
TotalCDDQ 3.76 3.51 1.26 1.37 0.800 74 0.426 
Note: ** p <.10 
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Table 10 
cnDQ Between Group Comparison Post-Test 
SCALE/ Treatment Control Treatment 
SUBSCALE Mean Mean St. Deviation 
Career Decision Difficulties Questionnaire (CDDQ) 
Readiness 
Subscale 3.97 4.07 1.02 
Lack of 
information 
Control 
St. Deviation 
1.02 
t 
-0.422 
df 
74 
Significance 
0.674 
Subscale 
Difficulties 
Related to 
Inconsistent 
Information 
Subscale 
3.71 
3.22 
3.0133 
2.86 
1.71 
1.52 
1.85 
1.71 
1.658 
0.954 
74 
74 
0.102 
0.343 
Total CDDQ 3.64 3.28 1.26 1.44 1.123 74 0.265 
Note: ** p < .10 
Research Question 3: What impact did a sociology career planning seminar have on 
students' career decision self-efficacy? 
The third research question focused on the impact ofthe career planning seminar 
on students' career decision self-efficacy. The third, and final, hypothesis stated that the 
seminar will enhance self-efficacy among students. Career decision self-efficacy was 
measured using the Career Decision Self-Efficacy Scale - Short Form (Betz, Klein, & 
Taylor, 1996). Results from the five scales, self-appraisal, gathering occupational 
information, selecting career goals, making future plans, and problem solving, along with 
the total score from the instrument were measured. 
Within group comparison. 
Six paired-sample t-tests were computed to determine any significance in pre-test 
and post-test results within the control group (Table 11). Analysis was conducted for all 
5 subscales and the overall CDSE-SF scale. No significant difference was reported for the 
self-appraisal subscale between pre-test (M = 3.91, SD = .65) and post-test (M = 3.9, SD 
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=.62,p = .915). Pre-test (M = 4.06, SD = .74) and post-test (M = 4.10, SD = .66) results 
indicated no difference for the occupational information subscale (p = .715). For the goal 
selection subscale, the pre-test (M =4.01, SD = 3.96) and post-test (M = 3.96, SD = .69) 
results were not significantly different (p = .694). The planning sub scale also showed no 
significant difference between pre-test (M = 4.02, SD = .62) and post-test (M = 3.97, SD 
=.67,p = .616). For the last sub scale, the problem solving subscale, no difference was 
reported from the pre-test (M = 3.72, SD = .64) and post-test (M = 3.79, SD = .53,p = 
.594). The overall CDSE - SF scale showed no significant difference between the pre-test 
(M = 3.90, SD = .63) and post-test (M = 3.94, SD = .59) of the control group (p = .997). 
Table 11 
CDSE - SF Within Group Comparison for the Control Group 
SCALE/ Pre-Test Post-Test Pre-Test Post-Test 
SUBSCALE Mean Mean St Deviation St Deviation t df Significance 
Career Decision Self-Efficacy Scale - Short Form (CDSE-SF) 
Self-
Appraisal 
Subscale 3.91 3.90 0.65 0.62 0.107 26 0.915 
Occupational 
Information 
Subscale 4.06 4.10 0.74 0.66 -0.369 26 0.715 
Goal 
Selection 
Subscale 4.01 3.96 0.73 0.69 0.398 26 0.694 
Planning 
Subscale 4.02 3.97 0.62 0.67 0.508 26 0.616 
Problem 
Solving 
Subscale 3.72 3.79 0.64 0.53 -0.539 26 0.594 
TotaICDSE-
SF 3.90 3.94 0.63 0.59 0.004 26 0.997 
Note: ** p < .10 
For the treatment group, six additional paired-sample t-tests were analyzed to 
determine changes in the rate ofparticipants' self-efficacy between pre-test and post-test 
(Table 12). No significance was reported for the self-appraisal subscale between the pre­
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test (M = 3.92, SD = .54) and post-test (M= 4.03, SD = .67,p = .269). The occupational 
information subscale pre-test (M = 3.95, SD = .64) and post-test (M = 4.01, SD = .78) 
report no significant differences (p = .551). The goal selection subscale was 
significantly different from pre-test (M = 3.82, SD = .59) to post-test (M = 4.00, SD = 
.59) (p = .032). These results show that the treatment group increased their career 
decision self-efficacy after the seminar. No difference was reported from the pre-test (M 
= 3.78, SD = .72) and post-test (M = 3.86), SD = .66) on the planning subscale (p = 
.454). On the problem solving subscale, the pre-test (M = 3.67, SD = .65) and post-test 
(M = 3.86, SD = .76) were significantly different (p = .043). Therefore, participants had 
higher self-efficacy in problem solving after enrollment in the seminar. Even with the 
goal selection subscale and the problem solving subscale showing significance, the 
overall total CDSE - SF results from the pre-test (M = 3.83, SD = .52) and post-test (M = 
3.95, SD = .59) were not significantly different (p = .103). 
Table 12 
CDSE-SF Within Group Comparison for the Treatment Group 
SCALE/ Pre-Test Post-Test Pre-Test Post-Test 
SUBSCALE Mean Mean St. Deviation St. Deviation t df Significance 
Career Decision Self-Efficacy Scale - Short Fonn (CDSE-SF) 
Self-Appraisal 
Subscale 3.92 4.03 0.54 0.67 -1.118 48 0.269 
Occupational 
Information 
Subscale 3.95 4.01 0.64 0.78 -0.601 48 0.551 
Goal Selection 
Subscale 3.82 4.00 0.59 0.52 -2.203 48 0.032** 
Planning 
Subscale 3.78 3.86 0.72 0.66 -0.755 48 0.454 
Problem 
Solving 
Subscale 3.67 3.86 0.65 0.76 -2.076 48 0.043** 
Total CDSE­
SF 3.83 3.95 0.52 0.59 -1.664 48 0.103 
Note: ** p < .10 
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Between group comparison. 
To compare changes between groups, independent-sample t-tests were reported. 
First, a t-test was computed during the pre-test for both the treatment group (M = 3.83, 
SD = 3.94) and control group (M = 3.94, SD = .63) and found that there was not a 
significant difference prior to the post-test (p = .394) (Table 13). Six additional 
independent-sample t-tests were computed for the subscales and overall CDSE - SF at 
post-test (Table 14). The self-appraisal subscale experienced no differences between the 
treatment group (M = 4.03, SD = .67) and the control group (M = 3.9, SD = .62,p = 
.428). There was no difference between the treatment group (M = 4.01, SD = .78) and 
control group (M = 4.1, SD = .66) on the occupational information subscale (p = .591). 
The goal selection subscale also reported no difference between the treatment group (M = 
4, SD = .52) and control group (M = 3.96, SD = .69) at post-test (p = .753). On the 
planning subscale, the treatment group (M = 3.86, SD = .66) and the control group (M = 
3.97, SD = .67) reported no significant change (p = .494). In the problem solving 
subscale, the treatment group (M = 3.86, SD = .76) and control group (M = 3.79, SD = 
.53) were not significantly different (p = .664). Overall, the total CDSE-SF mean 
differences calculated no statistically significant change between the treatment group (M 
= 3.95, SD = .59) and control group (M = 3.94, SD = .59, p = .959). Therefore, the third 
hypothesis stating that the career planning seminar will increase career decision self­
efficacy was unsupported. 
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Table 13 
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CDSE-SF Between Group Comparison Pre-Test 
SCALE/ Treatment Control Treatment Control 
SUBSCALE Mean Mean St. Deviation St. Deviation t df Significance 
Career Decision Self-Efficacy Scale - Short Form (CDSE-SF) 
Self-
Appraisal 
Subscale 3.93 3.91 0.54 0.65 0.084 74 0.934 
Occupational 
Information 
Subscale 3.95 4.06 0.64 0.74 -0.692 74 0.491 
Goal 
Selection 
Subscale 3.82 4.01 0.59 0.73 -1.183 74 0.241 
Planning 
Subscale 3.78 4.02 0.71 0.62 -1.456 74 0.15 
Problem 
Solving 
Subscale 3.67 3.72 0.65 0.63 -0.343 74 0.732 
Total CDSE­
SF 3.83 3.94 0.51 0.63 -0.858 74 0.394 
Note: ** p <.10 
Table 14 
CDSE-SF Between Group Comparison Post-Test 
SCALE/ Treatment Control Treatment Control 
SUBSCALE Mean Mean st. Deviation St. Deviation t df Significance 
Career Decision Self-Efficacy Scale - Short Form (CDSE-SF) 
Self-Appraisal 
Subscale 4.03 3.9 0.67 0.62 0.797 74 0.428 
Occupational 
Information 
Subscale 4.01 4.1 0.78 0.66 -5.39 74 0.591 
Goal Selection 
Subscale 4 3.96 0.52 0.69 0.316 74 0.753 
Planning 
Subscale 3.86 3.97 0.66 0.67 -0.687 74 0.494 
Problem 
Solving 
Subscale 3.86 3.79 0.76 0.53 0.436 74 0.664 
Total eDSE· 
SF 3.95 3.94 0.59 0.59 0.051 74 0.959 
Note: ** p <.10 
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Summary 
After utilizing SPSS 17.0 to analyze the reports, findings showed that a sociology 
career planning seminar offered in the fall of 20 1 0 lowered students' perceptions of 
career barriers, but did not lower students' career decision-making difficulties or raise 
students' career decision self-efficacy. 
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CHAPTER V 
Discussion, Conclusions and Recommendations 
The purpose of the current study was to examine the impact a sociology career 
planning seminar had on students' perceived career barriers, career decision-making 
difficulties and career decision self-efficacy. Three hypotheses were stated prior to 
research being conducted: after taking a career planning seminar, students will have 
fewer barriers preventing them from making a well informed career decision, the seminar 
will lower students' decision-making difficulties and the seminar will enhance career 
decision self-efficacy among students. In the present chapter, the results of the study are 
discussed and recommendations for future sociology career planning seminars, career 
services departments and for future researchers are provided. 
Discussion 
Perceptions of barriers. 
Previous research found that after students' take a career planning seminar, they 
will have fewer perceptions ofcareer barriers than students who have not taken the 
seminar (Luzzo, 1996). The current research's hypothesis relating to previous research 
was supported, indicating that students who have taken a career planning seminar have 
fewer perceptions ofcareer barriers than students who have not taken the seminar (Table 
#6). This hypothesis being supported may be due to the area of study, sociology. Many 
sociology courses focus on barriers people encounter, including barriers based on gender 
and race. In terms ofthis sociology seminar, gender and race barriers and how 
sociologists view the world are discussed. The discussions in both this career planning 
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seminar and other sociology courses on barriers are supporting each other and the 
questions asked in the POB-MV (Luzzo & McWhirter, 2001). 
Career decision-making difficulties. 
Data analysis for the second hypothesis, that students will have fewer career 
decision-making difficulties after taking a career planning seminar, was unsupported 
(Table #10). The current finding contradicted past research that showed a career planning 
seminar lowered career decision-making difficulties (Reese & Miller, 2006; Fouad, et al., 
2009). Students' career decision-making difficulties may not have changed due to 
decision-making prior to entering the course. The course confmned their prior decision 
to enter a certain career. Therefore, the questions in the CDDQ did not apply to them 
because they have already made a career decision. 
In the present study, a statistical significant difference existed within the 
difficulties related to inconsistent information subscale of the CDDQ from pre-test (M = 
3.32, SD = 1.4) and the post-test (M = 2.86, SD = 1.71,p = .08). This finding meant 
significance was found for students not enrolled in the career planning seminar, but 
significance was not found for the students taking the seminar. This reported difference in 
the control group but not treatment group could be based on many factors. One reason 
for this significant difference could be students were eager to complete the instruments. 
With four instruments administered, students may have experienced rater fatigue 
resulting in skewed results. Also, a cross-contamination may have occurred between 
students. Students in the control group were given surveys after the treatment group. 
The two groups may have discussed the study between courses and may have 
contaminated the results. This cross-contamination may have also occurred due to many 
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of the students in the treatment group also being enrolled in the control group. Even 
though their second responses were eliminated from the study, they could have discussed 
answers with their peers. A third cause for the control group's findings being significant 
is a difference in majors. Within the control group, 13 sociology majors (48.1 %), 7 
psychology majors (25.9%), 3 history majors (11.1 %),2 social science majors (7.4%), 1 
African American studies major (3.7%) and 1 business education major (3.7%). The 
majority ofparticipants in the treatment group were sociology majors (n =48,98%), and 
one student was an accounting major (2%). The control group students may be exposed 
to materials in their major courses that impact their career decision-making difficulties. 
Career decision self-efficacy. 
Previous research showed that career planning seminars increased students' career 
decision self-efficacy ((Reese & Miller, 2006; Fouad, et aI., 2009, Grier-Reed & Skaar, 
2010). However, the third, and final, hypothesis of the current research, stating that a 
career planning seminar will increase students' career decision self-efficacy, was 
unsupported (Table #14). Many factors could have influenced the hypothesis being 
unsupported. As with the previous hypothesis, one factor may be that students were 
rushed to complete the surveys. With four surveys administered, students may have 
wanted to respond as quickly as possible. Also, students may not have understood the 
significance of the study, that it would impact the department and future courses. 
Another factor in the career decision-making self-efficacy not increasing could be the 
students' ages and years in school. The majority of students in the treatment group were 
juniors (n=22, 44.9%). These students may not be thinking about their career decision­
making as much as seniors who are actively seeking employment. Also, several different 
45EFFECTIVENESS OF A CAREER PLANNING SEMINAR 
instructors have taught this seminar since being introduced into the curriculum. Some 
faculty members may lack information of different careers available, and therefore, they 
do not inform students of all opportunities when they are assigned to teach the seminar. 
Therefore, some students may not feel adequately prepared to make career decisions. 
Based on these [mdings, recommendations are provided for academic departments 
offering career planning seminars, for career services departments and for future 
researchers. 
Recommendations 
Academic departments offering career planning seminars. 
1. 	 It is recommended that the sociology department continue to emphasize barriers to 
careers and educational aspirations and ways to overcome these barriers. The 
current research indicated that students are reinforced within and outside of the 
seminar on barriers, and that reinforcement had a significant impact. 
2. 	 During the career planning seminars, it is recommended that guest speakers present 
on a variety of topics, not only traditional careers within the field. These speakers 
could be distinguished alumni of the department to demonstrate additional career 
opportunities. For example, for the present study, the sociology career planning 
seminar should have alumni guest speakers who work in fields other than criminal 
justice, social work and counseling to increase the awareness of current students to 
different career paths within sociology. Students generally know the traditional 
careers prior to enrollment in the seminar. Speakers from nontraditional fields will 
increase knowledge of different career opportunities within the major. Ifknowledge 
is increased, students may be more likely to "choose a career that will fit [their] 
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preferred lifestyle" and "talk with a person already employed in a field [they] are 
interested in" as stated on the CDSE-SF (Betz, Klein, & Taylor, 1996). Also, 
presenting students with this additional information on different career opportunities 
will help build their career planning self-efficacy. 
3. 	 A recommendation for the departments is to have students' research different career 
opportunities available to their major. One way to do this research would be for 
students to research a certain career of their choice and write a research paper on that 
career. This research paper would allow students to understand salaries, education 
levels required and in-depth knowledge ofa career. By writing a research paper, 
students will have a greater knowledge and understanding of careers within the 
major. This research paper could also have students compare two careers within the 
field, discuss ways to obtain each career and set a course of action on ways to obtain 
that career. After completion of the research paper, students should be required to 
complete ajob shadow ofone of the careers. Job shadowing is a beneficial step in 
making a career decision and gaining career information. Within the CDDQ (Gati, 
Krausz, & Osipow, 1996), one question that students rank is "I find it difficult to 
make a career decision because I still do not know which occupations interest me." 
Further research and exploration of careers would help determine which occupations 
the student enjoys. Students may also take an assessment such as Discover, a career 
planning online program administered by many Career Services that tells careers that 
fit individual students' abilities, interests and values. Taking this assessment may 
introduce students to different career opportunities available. Conducting research 
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on different careers will build career decision self-efficacy and lower career 
decision-making difficulties. 
4. 	 An additional recommendation for academic departments is to have consistent 
information on possible career opportunities from year to year within the course. 
This consistency may be completed by having the same faculty member teach for 
consecutive years or by having a syllabus constructed by the entire department 
faculty to ensure the same material is being presented yearly. A lack ofconsistency 
and knowledge of all possible career opportunities may have a negative effect on 
students' self-efficacy, career decision-making difficulties and perceptions of 
barriers. 
5. 	 With Brinthaupt (2010) having positive results from online career planning 
seminars, an additional recommendation may be to have the seminar available 
online. Having an online seminar allows for a variety of speakers. The instructor 
could upload an endless number ofvideos for students' viewing, and the students' 
could select which videos would be most appropriate for them. Online seminars 
provide more discussion time and for students to consider responses to proposed 
questions. An online seminar also provides an opportunity for many forms to be 
uploaded onto the database. Forms could focus on occupational trends, resumes, 
graduate school and interviewing which would increase career decision self-efficacy. 
Career services departments. 
1. 	 It is recommended that the academic departments consult with the career services 
staff located on their campus about the implementation ofcareer planning seminars. 
The career services' staff professionals are the expert in career planning and the 
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academic departments are experts within their fields. A key point in this consultation 
is to determine what careers are available to students. Faculty members may be 
accustomed to teaching information on specific careers and exclude other 
opportunities available to students. A consultation ofappropriate steps in assisting 
with career planning, development ofresumes and planning for future careers may 
also be beneficial. This consultation could lead to a team teaching aspect for the 
seminar such as a faculty member from the department and a Career Services staff 
member. Collaborating on teaching would allow for students to have access to 
experts in both areas. The career services' staffcould assist with factors related to 
career decision self-efficacy, such as resume building, interviewing skills, and 
identifying employers and institutions related to career possibilities, while the 
academic departments could assist with different factors related to career decision 
self-efficacy, such as setting appropriate steps to take ifa student is having problems 
academically within a major and appropriate steps to take to complete your major. 
2. 	 Another recommendation for the career services departments is to serve as a peer 
educator. A consultation between academic departments and career services 
departments would lead into the peer educator aspect of the seminar. Students 
would then have a contact person in the career services office for questions specific 
to career planning. Also, students should be required to meet with career services at 
least once during the semester to research and discuss their career choice. 
Researching and discussing career choices would impact career decision-making 
difficulties related to students not understanding how to apply the information they 
have about themselves to the information they have about different possible careers. 
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3. 	 A third recommendation is a stand-alone model with career services staffteaching 
the seminar. The seminar may not be as specific to certain majors and could be a 
more general career planning seminar. Within a seminar for all majors, students can 
gain skills relevant to career decision-making, such as interview skills, resume and 
cover letter development and tips on job searches. Students could also be required to 
complete a research paper regarding careers in their declared major. This paper 
would allow them to research strengths and weaknesses ofdifferent careers within 
their major. A stand-alone model could increase career decision self-efficacy factors 
relating to obtaining a career, such as resume development, major and career 
decisions and occupational values. 
Future researchers. 
1. 	 A recommendation for future researchers is to look at specific objectives within the 
course and determine ifthose objectives are met. If the objectives are not geared 
toward self-efficacy, the seminar may not impact that area. 
2. 	 Another recommendation is to administer fewer surveys. A limitation ofthe current 
study was distributing four surveys. When given four surveys, students may express 
fatigue and grow tired ofanswering questions. A more suitable solution would be to 
provide the surveys online thus reducing the temptation to quickly complete the 
survey in order to exit class earlier. Also, a reduction of surveys could help with 
answer fatigue although it would also reduce the phenomenon under study. 
3. 	 Increasing the size of the control and treatment groups is another recommendation 
for future researchers. Even though the initial count of participants was 118, the 
fmal sample consisted of76 participants. For this reason, student from other 
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disciplines were kept in the pool of respondents which may have skewed the results. 
Having a larger sample size may have allowed the researcher to control for academic 
discipline without hurting sample size. 
4. 	 A final recommendation for future research is to determine students' feelings after 
graduating, examining their perceptions of barriers and career decision self-efficacy 
prior to graduation and once they obtain a job to determine how true their 
perceptions were. These findings would show the impact of a career planning 
seminar over time. 
Conclusion 
In summary, the current research determined that the current sociology career 
planning seminar did lower students' perceptions ofcareer barriers, but did not lower 
career decision-making difficulties or raise career decision-making self-efficacy. Given 
the current fmdings, the current sociology career planning seminar is effective and should 
be continued. Students did lower their perceptions ofcareer barriers. Some examples of 
barriers lowered include not being prepared for career decisions, not having enough 
confidence and a lack of role models or mentors. After the course, students felt they do 
not have as many barriers preventing them from obtaining a certain career or barriers 
preventing them from reaching their educational aspirations. Therefore, it can be 
concluded that the course is helpful in that it lowered students' perceptions ofcareer­
related and educational barriers. 
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Informed Consent Form 
You are invited to participate in a study about careers in sociology. The main purpose of this 
study is to determine the effectiveness of the sociology professional seminar on students' levels 
of career barriers, self-efficacy, and career decision difficulties. As the principle researcher, I 
hope to gain an understanding of the effectiveness of career seminar courses for sociology 
majors. Based on previous research on this topic, four career related questionnaires will be 
administered. You were selected because you fit the general criteria for students I am evaluating. 
Ifyou wish to participate, you will need to complete all four questionnaires once at the beginning 
and once at the end ofthe semester. Completion of these questionnaires should take 
approximately 20 minutes. You will be asked to write your E-number on the top ofthe first 
questionnaire. Neither your name nor your E-number will be attached to the scores, and any 
demographics used to identify you will be grouped into aggregate data. Your participation will 
be completely confidential and the primary researcher will be the only one with access to all the 
data. Based on the completion ofthe questionnaires twice during the semester, your name will be 
placed into a drawing for a $15 Wal-Mart gift card. 
Beyond contact during the data collection during the beginning and end of the class, the only 
other contact you will have with the researcher is if you are selected for the Wal-Mart gift card. 
The risks associated with participation are minimal. You should not experience any legal, 
physical or psychological harm based on participation. Your decision of whether or not to 
participate will not prejudice your future relation with Eastern Illinois University, the department 
ofCounseling and Student Development, Career Services, or the department of 
Sociology/Anthropology. Ifyou choose not to participate at any time during the study, you have 
the right to remove yourself from the study . Your participation may benefit academic 
departments investigating whether to offer career planning courses. 
In signing this form, you agree to participate voluntarily in all aspects ofthis study, understand 
that you have the option of removing yourself from the study at any time and give your approval 
of all findings to be enclosed within the research. 
Thank you again for agreeing to participate in this thesis research. 
Participant Date 
Researcher Date 
Ifyou have any questions for the researcher, feel free to contact: Wendy Downing by phone at 
(217) 581-8587 or by email at wmdowning@eiu.edu or Richard Roberts (Faculty Supervisor) at 
(217) 581-2400. 
Ifyou have any questions or concerns about the treatment of human participants in this study, you 
may call or write: Institutional Review Board, Eastern Illinois University, 600 Lincoln Ave., 
Charleston, IL 61920, Telephone: (217) 581-8576, E-Mail: eiuirb@eiu.edu. 
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1.) Major: 
2.) Ethnicity: D 
D 
D 
D 
D 
D 
3.) Year in 
School: D 
D 
D 
D 
D 
4.) I: D 
D 

D 

D 
DEMOGRAPIDC QUESTIONNAIRE 
Caucasian/Non-Hispanic 
Hispanic/Latino 
Asian! Pacific Islander 
African American! Non-Hispanic 
American Indian! Alaskan Native 
Other (Please Specify) 
Freshman 
Sophomore 
Junior 
Senior 
Other (please Specify) 
Have completed SOC 2000(Sociology Professional Seminar) in a 
previous semester 
Am currently enrolled in SOC 2000 
Plan on taking SOC 2000 in a future semester 
Do not plan on taking SOC 2000 
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Career Decision-Making Difficulties Questionnaire 
This questionnaire's aim is to locate possible difficulties and problems related to making career 
decisions. 
Please begin by filling in the following information: 

Age: 

Number ofyears ofhigher education: ___ 

Sex: Female / Male 

Have you considered what field you would like to major in and/or what occupation you would like to 
choose? 
Yes/No 
If so, to what extent are you confident ofyour choice? 
Not confident at all 1 2 3 4 5 6 7 8 9 Very confident 
Next, you will be presented with a list of statements concerning the career decision-making process. 
Please mte the degree to which each statement applies to you on the following scale: 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
Circle 1 if the statement does not describe you and 9 if it describes you well. Of course, you may also 

circle any ofthe intermediate levels. 

Please do not skip any question. 

For each statement, please circle the number which best describes you. 
1. I know that I have to choose a career, but I don't have the motivation to make the decision now 
("I don't feel like it"). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
2. Work is not the most important thing in one's life and therefore the issue of choosing a career doesn't 
worry me much. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
3. I believe that I do not have to choose a career now because time will lead me to the "right" career choice. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
Continue onto the back of this page for more questions. 
Copyright (c) 2000, 2002 ltamar Gati and Samuel H. Osipow. All rights reserved. 
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4. It is usually difficult for me to make decisions. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
5. I usually feel that I need confrrmation and support for my decisions from a professional person or 
somebody else I trust. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
6. I am usually afraid of failure. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
7. 	 I like to do things my own way. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
8. I expect that entering the career I choose will also solve my personal problems. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
9. I believe there is only one career that suits me. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
10. I expect that through the career I choose I will fulfill all my aspirations. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
11. I believe that a career choice is a one-time choice and a life-long commitment. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
12. I always do what I am told to do, even if it goes against my own will. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
13. I fmd it difficult to make a career decision because I do not know what steps I have to take. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
14. I find it difficult to make a career decision because I do not know what factors to take into 
consideration. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
15. I find it difficult to make a career decision because I don't know how to combine the information I have 
about myself with the information I have about the different careers. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
Continue to next page for more questions. 
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J6. I find it difficult to make a career decision because I still do not know which occupations interest 
me. 
Does not describe me J 2 3 4 5 6 7 8 9 Describes me well 
17. I find it difficult to make a career decision because I am not sure about my career preferences yet (for 
example, what kind of a relationship I want with people, which working environment I prefer). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
18. I find it difficult to make a career decision because I do not have enough information about my 
competencies (for example, numerical ability, verbal skills) and/or about my personality traits (for 
example, persistence, initiative, patience). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
19. I find it difficult to make a career decision because I do not know what my abilities and/or personality 
traits will be like in the future. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
20. I find it difficult to make a career decision because I do not have enough information about the variety 
. of occupations or training programs that exist. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
21. I find it difficult to make a career decision because I do not have enough information about the 
characteristics of the occupations and/or training programs that interest me (for example, the market 
demand, typical income, possibilities ofadvancement, or a training program's perquisites). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
22. I fmd it difficult to make a career decision because I don't know what careers will look like in the 
future. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
23. I fmd it difficult to make a career decision because I do not know how to obtain additional information 
about myself (for example, about my abilities or my personality traits). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
24. I find it difficult to make a career decision because I do not know how to obtain accurate and updated 
information about the existing occupations and training programs, or about their characteristics. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
25. I find it difficult to make a career decision because I constantly change my career preferences (for 
example, sometimes I want to be self-employed and sometimes I want to be an employee). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 

Continue onto the back of this page for more questions. 
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26. I find it difficult to make a career decision because I have contradictory data about my abilities and/or 
personality traits (for example, I believe I am patient with other people but others say I am impatient). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
27. I find it difficult to make a career decision because I have contradictory data about the existence or the 
characteristics of a particular occupation or training program. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
28. I find it difficult to make a career decision because I'm equally attracted by a number of careers and it 
is difficult for me to choose among them. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
29. I find it difficult to make a career decision because I do not like any of the occupation or training 
programs to which I can be admitted. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
30. I find it difficult to make a career decision because the occupation I am interested in involves a certain 
characteristic that bothers me (for example, I am interested in medicine, but I do not want to study for 
so many years). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
31. I find it difficult to make a career decision because my preferences cannot be combined in one career, 
and I do not want to give any ofthem up (e.g., I'd like to work as a free-lancer, but I also wish to have 
a steady income). 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
32. I find it difficult to make a career decision because my skills and abilities do not match those required 
by the occupation I am interested in. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
33. I find it difficult to make a career decision because people who are important to me (such as parents or 
friends) do not agree with the career options I am considering and/or the career characteristics I desire. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
34. I find it difficult to make a career decision because there are contradictions between the 
recommendations made by different people who are important to me about the career that suits me or 
about what career characteristics should guide my decisions. 
Does not describe me 1 2 3 4 5 6 7 8 9 Describes me well 
Finally, how would you rate the degree ofyour difficulty in making a career decision? 
Low 1 2 3 4 5 6 7 8 9 High 
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PERCEIVED BARRIERS 

Each ofthe statements below begins with, "In my future career, I will probably...", or a similar phrase. 
Please respond to each statement according to what you think (or guess) will be true for you. 
"In my future career, 
I will probably.... " 
Strongly 
Agree 
Not 
Sure 
Strongly 
Disagree 
1. ... be treated differently 
because ofmy sex. 
A B C D E 
2.... be treated differently 
because ofmy ethnic/racial 
background. 
A B C D E 
3.... experience negative comments 
about my sex (such as insults 
or rude jokes) . 
A B C D E 
4. ... experience negative comments 
about my racial/ethnic background 
(such as insults or rude jokes). 
A B C D E 
5. ... have a harder time getting hired 
than people ofthe opposite sex. 
A B C D E 
6. ... have a harder time getting 
hired than people ofother 
racial/ethnic backgrounds. 
A B C D E 
7.... experience discrimination 
because ofmy sex. 
A B C D E 
8.... experience discrimination 
because ofmy racial/ethnic 
background. 
A B C D E 
9.... have difficulty fmding 
quality daycare for my children. 
A B C 0 E 
10.... have difficulty getting time 
offwhen my children are sick. 
A B C D E 
11 .... have difficulty finding work 
that allows me to spend time 
with my family. 
A B C D E 
Continue onto the back of this page for more questions. 
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For each item below, finish the sentence with: ".•. currently a barrier to my educational 
aspirations." For example, Item 14 would read: "Money problems are •.. currently a barrier to my 
educational aspirations. " 
12. Money problems are ... 
"...cum:ntiy a barrier to my educational aspirations" 
13. Family problems are ... 
14. Not being smart enough is ... 
15. 	Negative family attitudes 
about college are ... 
16. Not fitting in at college is... 
17. Lack ofsupport from teachers is... 
18. Not being prepared enough is... 
19. Not knowing how to study well is ... 
20. Not having enough confidence is... 
21. 	Lack ofsupport from friends to 
pursue my educational aspirations is... 
22. My gender is... 
23. People's attitudes about my gender are ... 
24. My ethnic background is... 
25. 	People's attitudes about my ethnic 
background are ... 
26. Childcare concerns are ... 
27. 	Lack ofsupport from my "significant 
other" to pursue education is... 
28. My desire to have children is... 
29. Relationship concerns are ... 
30. Having to work while I go to school is... 
31. Lack ofrole models or mentors is... 
32. Lack of fmancial support is... 
Strongly 

Agree 

A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
A 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
B 
Not 
Sure 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
C 
Strongly 
Disagree 
D 	 E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
D E 
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CDSE-Short Form 
INSTRUCTIONS: For each statement below, please read carefully and indicate how much confidence you 
have that you could accomplish each of these tasks by marking your answer according to the key, Mark 
your answer by circling the correct number besides each question. 
NO CONFIDENCE VERY LITTLE MODERATE MUCH COMPLETE 

AT ALL CONFIDENCE CONFIDENCE CONFIDENCE CONFIDENCE 

I 2 3 4 5 

Example: How much confidence do you have that you could: 
1. 	 Summarize the skills you have developed in the jobs you have held? {If your response was 
"Moderate Confidence," you would circle the number 3 to the right of the question). 
HOW MUCH CONFIDENCE DO YOU HAVE THAT YOU COULD: 
NC VLC MoC MuC CC 
1 2 3 4 5 
1. 	 Use the internet to find information about occupations that interest you .... 1 2 3 4 5 
2. 	 Select one major from a list of potential majors you are considering ......... 1 2 3 4 5 

3. 	 Make a plan of your goals for the next five years .............................. 1 2 3 4 5 

4. 	 Determine the steps to take ifyou are having academic trouble with 
an aspect ofyour chosen major ......... '" ....................................... 1 2 3 4 5 
5. 	 Accurately assess your abilities ................................ , '" '" ............ 1 2 3 4 5 

6. 	 Select one occupation from.a list ofpotential occupations you are 
considering............................................................................. 2 3 4 5 
7. 	 Determine the steps you need to take to successfully complete your 
chosen major ........................................................................... 1 2 3 4 5 
8. 	 Persistently work at your major or career goal even when you get 
frustrated........................................................ , .................. '" 1 2 3 4 5 
9. 	 Determine what your ideal job would be.......................................... 1 2 3 4 5 

10. Find out the employment trends for an occupation over the next ten 
years................................................................................... 1 2 3 4 5 
11. Choose a career that will fit your preferred lifestyle ........................... 1 2 3 4 5 

12. Prepare a good resume .............................................................. 1 2 3 4 5 

13. Change majors ifyou did not like your fIrst choice ............................. 1 2 3 4 5 

14. Decide what you value most in an occupation ................................... 1 2 3 4 5 

15. Find out about the average yearly earnings of people in an occupation... 1 2 3 4 5 
16. Make a career decision and then not worry whether it was right or wrong .. 1 2 3 4 5 
17. Change occupations ifyou are not satisfied with the one you enter .......... 1 2 3 4 5 

18. Figure out what you are and are not ready to sacrifice to achieve your 
career goals ...................................................... '" .................. 1 2 3 4 5 
19. Talk with a person already employed in a field you are interested in ........ 1 2 3 4 5 

20. Choose a major or career that will fit your interests........................... 1 2 3 4 5 

21. Identify employers, frrms, and institutions relevant to your career 
possibilities............................................................................ 1 2 3 4 5 
22. Define the type oflifestyle you would like to live............................... 1 2 3 4 5 

23. Find information about graduate or professional schools ..................... 2 3 4 5 

24. Successfully manage the job interview process .................................. 2 3 4 5 

25. Identify some reasonable major or career alternatives ifyou are unable 
to get your first choice ............................................................... 2 3 4 5 
Copyright @2001, Nancy Betz & Karen Taylor. Not to be used without permission. 
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Scoring of the CDDOr (34 items) 
The Scale Mean of items 

Readiness 

Rm-Lack of motivation 1-3 

Ri-General indecisiveness 4-6 

Rd-Dysfunctional beliefs 8-11 

Lack of Information about 

Lp-The stages of the cdm process 13-15 

Ls-Self 16-19 

Lo-Occupations 20-22 

La-Ways of obtaining additional inform. 23-24 

Difficulties related to Inconsistent Information 

Iu-Unreliable information 25-27 

Ii-Internal conflicts 28-32 

Ie-External conflicts 33-34 

Note: items 7 and 12 are validity items 

(item 7 is expected to be high> 4; item 12 is expected to be low <5) 

Major categories 

Readiness (Rm+Ri+Rd)/3 

Lack of Information (Lp+Ls+Lo+La)/4 

Inconsistent Information (Iu+ Ii+ Ie )/3 

Total Mean of the ten scales-­
(Rm+Ri+Rd+Lp+Ls+Lo+La+Iu+Ii+Ie)110 
Copyright (c) 2000-2007 Itamar Gati and Samuel Osipow. All rights reserved. 
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SCORING THE CDSE AND CDSE-SF 
Scoring Instructions (CDSE) 
The 50 items are distributed among five subscales, as indicated below in the 
scoring key. Each subscale score is the sum of the responses given to the ten 
items on that subscale. Divide each total score by 1°to place the score in the 
same units of the original response continuum. 
Scale 1 - Self-Appraisal 
1,6,11,16,21,26,31,36,41,46 
Scale 2 - Occupational Information 
2,7,12,17,22,27,32,37,42,47 
Scale 3 -- Goal Selection 
3,8,13,18,23,28,33,38,43,48 
Scale 4 - Planning 
4,9,14,19,24,29,34,39,44,49 
Scale 5 -- Problem Solving 
5,10,15,20,25,30,35,40,45,50 
Total Score = Sum of all 50 items/50 
Scoring Instructions (CDSE)-SF 
The 25 items are distributed among five subscales, as indicated on the scoring 
key. Each subscale score is the sum of the responses given to the five items on that 
subscale; this sum is divided by 5 to return the score to the units of the response 
continuum. 
Scale 1 Self-Appraisal -- Items 5, 9, 14, 18,22 
Scale 2 Occupational Information -- Items 1, 10, 15, 19, 23 
Scale 3 Goal Selection -- Items 2, 6, 11, 16, 20 
Scale 4 Planning -- Items 3, 7, 12,21,24 
Scale 5 Problem Solving -- Items 4,8, 13, 17,25 
Total Score = Sum of all 25 items/25. 
Betz, N.E. & Taylor, K.M. (2006). Manual for the career decision self-efficacy scale and 
CDSE - short form. 
